Abstract
INTRODUCTION
Cultural diversities within organizational workforces are on the increase, with more individuals seeking to be part of such organizations as universities. However, many may not realize that these organizations have their respective ethical standards and interests, which mayvary from what they are already accustomed to the university (Constantin, 2010) . "Although universities are unique organizations, they have commonalities with other large and diverse organizations. The President or Chancellor (the title depends on the tradition of the university) is the CEO, and other administrators (vice presidents, provosts, deans) represent the dominant coalition or top management team. Faculties are the professional staff and mid-level managers (directors, department heads) found at the center of organizations. Other employees are workers that range from administrative assistants and computer experts to custodians. The similarities to other complex organizations are greater than the differences, making the findings applicable to a variety of types of large organizations" (White, Vanc & Stafford, 2010) .
Ethical behavior within the university is highly significant, particularly because it is central to employee performance. It is, thus, critical that ethical environments be created within the universities so that they can provide guiding principles on how the interests and responsibilities of the employeremployee could be balanced for optimal functioning (Saeed, Shakeel & Lodhi, 2013) . Three critical factors (trust, communication and commitment) will be examined in this study to know the level of influence each of these factors on the ethical behaviors of university employees. Trust is a fundamental aspect of human behavior (Choi, Law & Heo, 2016) , usually assessed on the basis of a trustor's belief in a trustee (Yan, Ding, Niemi & Vasilakos, 2016 ) and established as crucial in resolving issues related to social discipline (Heidarabadi, 2010) . Communication is being considered as a more dominant mechanism in a leader-follower relationship (Fix & Sias, 2006) ; it is significant in enabling personnel within organizations work together for a common purpose (Ean, 2010) and is "second only, to leadership concerns" (Barnfield, 2003; White et al., 2010) . Commitment is a vital contributor to successful relationships as it allows for cooperative behaviors within organizations (Morgan & Hunt, 1994 Given this background, this study work will be mainly aimed at the influence of trust, communication and commitment on ethical behavior in universities in a case of South Africa and also provides the research model and hypotheses, which cover data collection, analysis and result interpretation.
LITERATURE REVIEW

Trust
Trust is a significant factor that determines the quality of relationships between individuals and is especially beneficial if it permeates through all work divisions or levels (managerial down to frontline employees) within institutions (Starnes, Truhon & McCarthy, 2009 Valizadeha, Kawarizadehb and Shokri (2015) , trust facilitates interactions and plays a crucial role in resolving complications associated with social discipline.
Trust has been well-defined by a number of studies. It is "the reliance by one person, group, or firm upon a voluntarily accepted duty on the part of another person, group, or firm to recognize and protect the rights and interests of all others engaged in a joint endeavor or economic exchange" (Hosmer, 1995 Organizations with high levels of cultural trust tend to produce high quality products and services at less cost, because they can recruit and retain highly motivated employees. These em-ployees are more likely to enjoy their work; take the time to do their jobs correctly; make their own decisions; take risks; innovate; embrace the organization's vision, mission, and values; and display organizational citizenship behavior, as a result, leaders are free to perform other tasks (Starnes et al. 2009 , p. 6).
Communication
Though multifaceted, communication is a fundamental process for human interaction (Yilmaz, Kumcagiz, Balci-Celik & Eren, 2011; Lies, 2012) . It is the conveyance or exchange of information, ideas, feelings and attitudes from an entity (sender) to another (receiver) with specific intentions using verbal and non-verbal approaches ( A significant requirement for the success of any organization is the effectiveness of its internal communication; however, it has been more often than none underestimated (Constantin & Baias, 2015) with marginal consideration given to what employees crave to be informed about (Ruck & Welch, 2012) . According to Chen (2008) , internal communication is a management tool that aids in the identification, establishment and maintenance of employer-employee relationships; it is thus critical for organizational survival. Furuya (2012) expressed the existence of substantial empirical evidences that show a significant relationship between internal communication and variables such as trust and organizational commitment; this was also buttressed by Constantin et al. (2015) who stressed that only an effective internal communication could aid in building employee commitment and trust in management. And as would be established in subsequent sections, trust and commitment within organizations are strongly correlated to personnel ethical behavior.
Commitment
Organizational commitment is the level of involvement an employee has towards their organization and its values (Zareie & Navimipour, 2016 , commitment is conceptualized in three dimensions -the affective commitment which demonstrates an individual's emotional bond with an organization; such individual is involved in and identifies with organizational goals and ethics, the employee choose to remain in the organization because he/she wants to (Chinomona & Dhurup, 2015) . Normative commitment echoes an individual's sense of moral obligation or responsibility to remain in an organization while continuance commitment reflects the decision of an employee to continue to work as a result of the high cost associated with leaving the organization. Research conducted on commitment has shown that employees with higher organizational commitment engage in organizational citizenship behavior, and this, in turn, results in better performance and higher work motivation which are beneficial to the organization 
Ethical Behaviour
Behaviour can be referred to as any identifiable pattern in a sequence of activities or observations ( There are three perspectives that could account for differences in ethical behavior. The first view is the "individual difference perspective" which posits that the determinant of ethical behavior is based on an individual's values, motives and traits, while the second view "situational perspective" suggests that surrounding circumstances or the organization's environment is responsible for the differences in ethical behavior. The third, "interactionist perspective", is a combination of the two perspectives which submits that individual and situational characteristics mutually con- 
CONCEPTUAL MODEL
Based on the literature review, the framework illustrated in Figure 1 was conceptualized. In this framework, trust, communication and commitment are the predictors, whilst ethical behavior is the outcome variable. Figure below, illustrates the framework of the study. Hypothesised relationships between research constructs are developed thereafter.
RESEARCH DESIGN
Research approach
Taking into account the nature and strengths of both quantitative and qualitative research methods, the authors decided to employ a quantitative research tool for this study for reasons of reliability and validity of the results unlike in qualitative, where there is a lot of subjectivity in terms of the 
Measurement instruments
Research scales were operationalized mainly on the basis of previous work. Minor adaptations on trust were made in order to fit the current research context and purpose. Five-item scales which were adapted from the previous works of Stathopoulou and Balabanis (2016) were used to measure trust. Six questions were taken from Kim and Rhee (2011) to measure communication. A five-item scale taken from Powell and Meyer (2004) scale also used by Chinomona and Dhurup (2015) was utilised to determine commitment. A sample question asked of the participants was: "I have invested too much time in this organization to consider working elsewhere". Five-item scales which were adapted from the previous works of Barker, Hunt and Andrews (2006) were used to measure ethical behavior. The instruments used refer to previous work by other authors but the procedure and the questionnaires were scientifically accepted.
Research procedure
The researchers obtained a letter indicating that permission had been given to conduct a study on the universities mentioned above. The researchers completed an ethical or approval form from Vaal University of Technology. The research assistants requested permission from the management of universities to conduct the research and took the questionnaires to each university at the time arranged with the top managers. Anonymity was ensured and participants were given room to withdraw at any time or any stage. 
Descriptive statistics results
Descriptive statistics in Table 1 show the gender, age, marital status and the academic qualifications of employees in the company. The profile indicates that more females (59%) participated in the study than males (41%). The study also showed that there were more single respondents than married (24% were married and 76% single). The modal age group of respondents was between 26 and 33 years, constituting 40% of the sample. Those employees who were 50 years and older constituted about 3% of the sample. Most universities in the Gauteng province are occupied primarily by employees with a post graduate qualifications which include masters and doctorate (72%).
Tests of measures and accuracy analysis statistics
IBM SPSS statistics 24.0 and AMOS 24.0 software were used to carry out the statistical analysis. The reliability and validity of the measuring scales were assessed to ensure valid data analyses. Confirmatory factor analysis (CFA) was performed to examine the reliability, convergent and discriminant validity of the multiitem construct measures. All the factor loadings are above 0.5, which shows a good validity of the measurement instruments used. Overall acceptable CFA model fit indices used in this study included: the 2 / df χ (Chi-Square/ Degree of Freedom) value equal to or less than 3.00, the CFI (Comparative Fit Index) value equal to or higher than 0.90, Tucker and Lewis Index (TLI) value equal to or higher than 0.90, the Incremental Fit Index (IFI) value equal to or higher than 0.90, and the Root Mean Square Error of Approximation (RMSEA) value equal to or less than 0.08. Recommended statistics for the final overall model assessment showed an acceptable fit of the measurement model to the data, that is: Table 2 . The lowest value for individual item loadings for the research constructs is 0.641. Therefore, all the individual item loadings exceeded the recommended value of 0.50 (Hair et al., 2010) . This indicates that all the measurement instruments are acceptable and reliable since all the individual items converged well and with more than 50% of each item's variance shared with its respective construct.
As indicated from the results shown in Table 2 , the lowest obtained composite reliability (CR) value of 0.810 is well above the recommended of above 0.6 (Hulland, 1999) , while the lowest obtained average variance (AVE) value of 0.733 is also above the recommended 0.5. This indicates that convergent validity was achieved and also further confirms the internal consistency and reliability of the measurement instruments used (Fraering & Minor, 2006) . Table 3 shows that discriminant validity was established by ensuring that the average variance extracted (AVE) for each multi-item construct was greater than the shared variance between constructs, as in Table 2 (Nunnally & Bernstein, 1994).
All pairs of constructs revealed an adequate level of discriminant validity (see Table 3 ), because all the correlations are less than 0.6. By and large these results provided evidence for acceptable levels of research scale reliability. Research structural model fits: Note: 1. ***p-value < 0.001, **p-value < 0.05, *p-value < 0.1; using a significance level of 0.05, critical ratios (t-value) that exceed 1.96 would be significant.
Results of the hypotheses
In Table 4 , all the hypotheses are significant and strong as illustrated by all the path coefficients which are greater than 0.5. The highest path coefficient is commitment and ethical behavior, at 0.805, showing statistical significance, indicating that in universities where employees' commitment is high, ethical behavior is also high. The lowest path coefficient is trust and ethical behavior, at 0.704, slightly lower than the highest path coefficient. This shows that all the path coefficients are very significant.
Modification of the full model was done and the results generated from it. The rest of the hypotheses are supported by the data, as tabulated in Table 4 .
CONCLUSION AND DISCUSSION
(H1) There is a significant positive influence of trust on ethical behavior of universities in the Gauteng province. From the result of the path, there is a strong relationship between these two constructs because the p-value is less than 0.001. Where trust is high it means ethical behavior will be also high. The path coefficient of 0.704 shows that the relationship between these two variables is very strong.
(H2) There is a significant strong positive influence of communication on ethical behavior because the p-value is significant at 99 percent confidence interval. The path co-efficient of 0.798 symbolizes a strong relationship between the two variables. Research consistently finds that people behave in an ethical way if communication is smooth and efficient. Therefore, the greater the communication, the greater the ethical behavior.
(H3) There is a significant strong positive influence of commitment on ethical behaviour because the p-value is also less than 0.001. Research consistently finds that people who are highly committed behave in an ethical manner. The path co-efficient of 0.805 shows a very strong relationship between the two constructs. Among the three of the hypothesis, relationship between commitment and ethical behavior is the strongest and most significant. Therefore, the greater the commitment, the greater the ethical behavior.
These results can also be linked to social exchange theory (SET) which states that "feelings of personal obligation, gratitude and trust among partners, all of which lay a foundation of social solidarity and micro social order, even without binding contracts can ultimately lead to ethical behavior" (Yoon & Sur, 2003 , p. 600 in Chinomona & Dhurup, 2015, p. 48) . This also applies to communication and commitment which will lead to ethical behavior if they are practised in organizations in a good and equitable way.
Practical implications: recommendations of the study
The implications on the practical side are that, first and foremost, managers should attempt to increase trust, commitment and communication in universities as a significant impact on ethical behavior of employees. Setting clear rules that are enforceable to ensure appropriate behaviors at the workplace leaves little room for turnover intention among employees. Managers need to reward those employees displaying greater ethical behaviors like organizational citizenship behaviors. If ethical behaviors are rewarded, employees will be motivated, will desire to have the company at heart and workplaces will be better places to be all the time. The owners/managers also need to inform and involve many employees in the decision making process as their participation leads to motivation, good communication and hence commitment to goal achievement. A more participative process will ensure cooperation and positive relationships among employees, therefore leading to good ethical behaviors.
Limitations and future research directions of the study
Despite the aforementioned usefulness of this study, the research has its limitations. The study can be strengthened by increasing the sample size and including participants in other geographical areas. In addition, the current study was limited to South Africa, Gauteng province. For results comparison, subsequent researchers should contemplate replicating this study in other South African provinces and other developing countries. Finally, the present study focused purely on quantitative research, future research might focus on both quantitative and qualitative research. All in all, these suggested future avenues of study stand to immensely contribute new knowledge to the existing body of ethical behavior literature and organizational behavior theories like SET in Africa − a context that is often most neglected by researchers.
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